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Discuss how evolution of Human Resources Management facilitates the strategic development of an international hotel brand through workforce planning, recruitment, and selection.



Being one of the most important departments in an organisation Human Resources is responsible in preserving a balanced, safe, and effective work environment while supporting the goals of the business by managing its human capital. This essay will summarise the evolution of this department and how it helps to facilitate the strategic development of Marriot Hotels through personnel planning, enrolment, and selection. It will cover information about the transformation of Human Resources, its role and planning processes, Marriot’s recruitment stages and selection and a range of examples about how the HR department facilitate through their implication the growth of the business. There are factors that had influenced the evolution of the Human Resources. Starting with technology that had the biggest and useful impact, changes in organisational needs and in the people perception about their job and their need for growth. (Al-Habibie et al, 2021; Fong & Herzing, 2020) 
The history of Marriot Hotels begins in May 1927 when J Willard and Alice Sheets Marriot opened a A&W Root Beer franchise in Washington DC. And move forward by expanding to food industry and then lodging and hotel industry. (Marriott & Brown, 2012) Is a perfect example of developing. It started like a family small business, enlarging to a small hotel company and becoming with time one of the largest hotel organisations in the world summarising three thousand hotels worldwide. (Marriot, 2024) 
At the beginning of the company the roles of human resources were included in the owner responsibilities and were focused on hiring, manging physical paperwork and handling resignations and firing processes. Due the development of technology, political and environment changes Human Resources Management roles evolved and reach the point where all processes are focused more on people (Dias & Magallanes, 2023). Everyone should be valued no matter of position, band, race, age, or gender. So, in present the core value of Marriot Hotel is “getting people first.” Finally, HRM responsibilities changed from administrative approach to more behavioural, strategic, international, digital, and legal focused processes. (Sharma,2019) 
All environmental factors continue to change considerably and to influence the actual and future hotel companies. In the past people were more traditionalists and focused on keeping their jobs due to the few hospitality industry companies. (Ganguli et al, 2022) With time they realised that respect must be earned, and technology change them to fast decision takers, dependable on digital practices and goal and achievement orientated. HRM had to adapt and evolve to ensure they find the right people with the right set of skills for the right position to help the hotel company to achieve their goals and targets and at the same time to offer the perfect environment, treatment, benefits, and equality for their employees. (Hershey, 2019) 
HRM has a significant role in a business performance even in the hotel industry. Beside basic responsibilities such hiring, onboarding, and training, it must bring proposals and actions to make the organisation efficient and competitive. (Patel et al, 2019)
First, as a help and improvement they can use a functionality on HR platform called self-service to empower the actual or future employees to manage online their information and job-related resources data or trainings. (Rees & French, 2023) This way it makes the people to engage directly with the company websites and to take responsibility and accountability for all information. Also, it reduces costs for the HRM and the company because of not needing to hire and train additional representative to directly manage the questions, answers, and complaints during recruit processes. (Gulch & Sewee, 2021) In addition, leads to a better compliance by informing through the online platforms about any legislative data or updates and allows the managers to evaluate the effectiveness of campaigns or ideas that can be incorporated into the futures decisions. (Carat & Boxall, 2023)
Second, HRM can outsource by hiring external contractors to administer their responsibilities. It helps to save money and time for the company and give them the possibility to focus on generating activities to improve productivity. (Reichel & Lazarov, 2021) As well, it provides a stay up to date with legal changes and reduces the risk of non-compliance and related penalties. (Otoe, 2019) An outsource company has always an updated and advanced technology that gives the organisations the opportunity to access modern tools that can be used to significantly decrease the administrative burden. (Mehmood et al, 2023)
First step in the planning process is forecasting labour demand and supply. Is vitally important for organisations to effectively control their workforce by having the right people, with the right skills in the right roles. This is possible by identifying the human resources necessary to achieve organisational behaviour and to establish the direction of the plan. Followed with connecting the plan to the business goals and values and continues with the construction of a program to implement that strategy and evaluate the results. (Thakur, 2022) In present to meet the labour demand in company, the needs, description of a task or the benefits offered must be analysed, organised, and distributed logically and strategically to be specific, clear and to be able to meet the organisation expectation and the applicant hopes. (Rodriguez et al, 2019)  
At start the HR was a union that decided the amount of people necessary to work in a company. Their goal is to find the quantity of persons not taking in consideration their qualification. Was about having the right number of bodies to satisfy the demand of workforce to keep the business going. In present, HR goal is to find tailored ways to attract and retain work talents in the interest to improve or preserve an effective organisation. It can be achieved by planning a design system, structure, and processes to allow them to be well deployed and utilised. HR should develop and implement operations which add value for their assets and to produce conditions for impressive performance and ideal organisational capacity and capability. (Meral, 20219) One of HR way of doing this is to outsource to a capable and qualify third party system that manages practices that empower the candidates to upload and handle their own data and gives the right information, motivation, training and flexibility in the interest of creating a faultless path to meet both organisation’s and people's needs. (Barney & Hesterly, 2019)
To find the right amount of people for the right positions to meet the organization needs, HRM must set up a goal that includes the number of persons required, what sets of skills is necessary and how long it should take the process of employment and training to have a perfect employee. (Arifin, 2022) Reviewing historical HR analytics and workforce data determinates patterns or trends that can be used to develop a future labour forecast model. This way the organization HR creates targeted recruitment strategies and attracts more talented and high-quality candidates. (Lopez et al, 2022) Also, analysing old demographic data provides insights of how to develop a work environment that supports diversity and inclusion, to tailor training programs to every individual need, to improve their performance and experience and to promote a work life integration and wellbeing. (Xian, 2020)
The HR program implementation in the past was about unions that have the one goal, to hire, and was achieved by communications in an annual convention, a periodic newsletter and four board meetings a year. Discussions that were around the places available and the number of people they need to hire to meet the organisation demands. (Klein &Cooke, 2022)  
In present before starting communicating the goal, established after rigorous research of historical data and behavioural patterns, verification needs to be made to be sure that meets the objectives and practices of the current organisation. Also, identify any critical issues, find the cause, and find the metrics necessary to reveal the right solution. The effective data archives and yearly reviews helps to keep a fresh, focused, and in line with all legal or social changes in term of number, necessary skills, and trainings. (Navio et al, 2019) After the goal is constructed based on data that summarise the labour demand, supply, shortage or surplus, create a flexible timeline and deadline making sure responsibility is taken foe each action. HR creates a job description including its purpose and the duties involved, the location, benefits and desirable skills acquired and advertise them internal or external through recruitment sources. A job description for recruiting any staff needs to be clearly defined and understood and needs to be analysed to be aligned with the organisation vision, objectives, and services. All job advertising should be specific for certain required tasks. Needs to have clear, truthful, well described demands, recommendations and benefits and desirable attributes for a particular selection to be achieved. (Picardi, 2020) In earlier times job requirements used to be based on basic tasks and involved more unskilled workers. The rise of technological, political, economic, environmental, and social impact leads to a more complex process, demands and personal skills on selecting a perfect amount of people necessary for an organisation. (Lalic et al, 2020)   The success of HR program implementation is mostly based on motivation, clarity, and commitment. (Farndale, 2020)
Keeping an updated data base with the entire recruitment process, employee reviews, suggestions, and complaints as well as the percentage of successful or unprofitable employments gives a clear image what need to be implemented and what needs to be changed to achieve the goals. Also, conducting periodic HR partial or total audits, checking qualitative and quantitative indices and benchmarking are resources to evaluate the success of the program implementation. (Lopez et al, 2022) 
Marriot hotel HR had implemented a set of procedure for recruiting people to make sure they hire the best talents that they have the qualification, the attitude and the skills required. Finding and retaining the ideal assets is the perfect method for HR to facilitate the development of the business. For the company, the employees are the core values. (Assessment Centre, 2024) The process starts with identifying vacancy, researching data about leaving, retire, fire and shortage. Followed by a clear and precise job description and person specifications. Next step is advertising the job on the recruitment sources and their website and create online application forms for candidates to gather information. Last, they have competency interviews, initial screening, and online assessments for a rigorous selection of candidates. They are selected based on qualifications, experience and skills and the HR verifies if they comply with the Marriot Hotel culture and values. (Market by Teachers, 2024) 
An effective HR planning, recruitment and selection process helps Marriot Hotel Company to source, attract and identify the best candidates for vacant roles. This ensures organisational success, reduce turnover costs and foster productivity, innovation, and employee satisfaction. (Bohne, 2021)
In conclusion, HR in hotel industry changed with time. First, its role was purely administrative focused on maintaining employees’ records. With time evolve to a strategic based function that aligns with the overall business. Actual HRM is concentrating on employee wellbeing, engagement, technology and commitment to equality, diversity, and inclusion. (Hai & Park, 2024) Marriot’s HR, which sums up 1656 members, ensures that their employees are cross trained to support successfully daily operations. Also, coordinates and facilitates the new hire orientation program and collaborates with the management team to offer an appropriate training and benefits so the new arrivals become the best talented assets foe the company. (Lechwes et al, 2019) In addition, through their practices HR increases employees’ motivation, abilities, and opportunities to achieve organisational goals. Finally, even if it started like another administration department HR became a fundamental and essential part of organisation, successfully reducing recruitment costs, being a talent sourcing, creating diversity and inclusion and making sure that the company benefits from their selections. 
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